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Strong organizational capacity is necessary to ensure a sustainable 
or enhanced performance during any form of change. In this 
regard, changing for achieving a high performance is a must 
for an institution. This study, through a case study at National 
Research and Innovation Agency (BRIN), aims to investigate the 
effect of organizational capacity of a public research institution for 
changes to achieve high R&D performance. Eight dimensions in 
Organizational Capacity for Change (OCC) and five dimensions in 
High Performance Organization (HPO) were examined. Data were 
analyzed using Partial Least Squares Structural Equation Modeling 
(PLS-SEM) method. The results reveal that OCC significantly 
affected HPO at the 5% level, as the value of t-statistics > t-table 
(1.96). The influence of OCC was 0.875, meaning that an increase 
in the OCC resulted in a rise in HPO. Furthermore, the structural 
model of HPO produced an R-square value of 76.6%, reflecting 
the extent of the diversity of HPO that were able to be explained 
by the model used in this study, while the remaining (23.4%) were 
explained by factors outside the model. System Thinking (ST) was 
revealed as the most dominant dimension in OCC, indicating that 
BRIN’s capacity for change emphasizes the importance of aligning 
structures, processes, people, and policy to foster adaptability and 
resilience. Meanwhile, Management Quality (MQ) was revealed as 
the most dominant dimension in HPO, indicating that it facilitates 
smoother transitions in BRIN during the period of organizational 
change to achieve better R&D performance.
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I.	 INTRODUCTION
The ability of both research and development 
(R&D) institutions and business companies to 
adapt themselves for changing, surviving, and 
achieving prosperity is a necessity. Arundel et 
al. (2015) stated that organizational changes in 
public sector are commonly triggered by com-
munity’s demands, necessitating fast, exact, and 
transparent responds according to their needs. 
Meanwhile, organizational change in the busi-
ness sector is commonly triggered by external 
conditions, such as government regulations, 
technological advancements, market competi-
tion, alongside internal conditions characterized 
by technology that requires job specialization, 
organizational inaction, and previous experience 
of dealing with change (Armenakis & Bedeian, 
1999). These conditions requires organizations 
to maximize their value and economy while 
building organizational capabilities (Beer, 2001). 

Transformation in the public sector organiza-
tions is difficult due to the presence of hierarchies 
and mandates that govern their existence, duties, 
and functions (STEPI, 2021). Their change 
corresponds to various regulations issued by 
the government. This means the government is 
also the one who establishes legal instruments 
for public sector organizations, directing them 
to achieve higher performance. However, in 
terms of characters, there are striking differences 
between business and public sector organization. 
Although public sector organizations mainly 
focus on achieving mission rather than earning 
profit, their organizational goals are less sharp, as 
their efforts are directed towards creating social, 
economic, political, and cultural values (Carnes 
et al., 2019). 

Furthermore, Rothwell et al. (2015) ar-
gued that the transformation of public sector 
organizations has generally been planned from 
the beginning and has embodied the change 
strategy for achieving better performance. Bushe 
and Marshak (2015) stated that organizational 
change is characterized by three elements: the 
strong intention to shift to an unknown situation, 
the disruption of current patterns by involving 
human resources, and the expression of collective 
intentions and shared motivation to achieve the 

improvement and performance enhancement. 
Also, they argued that the change process can 
emerge from anywhere, either inside or outside 
the organization. 

This corresponds to a study by Boyne (2006), 
which stated that organizational change in the 
public sector is implemented through savings, 
shifting to new services or markets, and reorga-
nization by changing leadership and arranging 
organizational management. Moreover, Karp and 
Helgo (2008) and Kuchinke (1995) examined 
organizational change by focusing on human 
resources and their interactions, while Kickert 
(2014) recommended steps to deal with change, 
namely ascertaining the need for this process, 
alongside building internal and political support.

Numerous studies have explored the change-
able characteristics of organizations, including 
their ability to utilize necessary resources dur-
ing unfavorable conditions, such as economic 
turbulences (Ashkenas et al., 1998), continuous 
innovation, the possession of an entrepreneurial 
spirit, and stagnancy during crises (Holbeche, 
n.d.). Moreover, several scholars also discussed 
the correlation between organizational change 
and its performance, such as Judge et al. (2009) 
and Ramezan et al. (2013), but their studies only 
focused on private sectors. In this context, study 
that examines public sector, especially public 
research instituton (PRI) as its research focus, 
is still rare.

Nowadays, PRIs should be able to adapt 
themselves to global demands. PRIs in several 
countries have proven to be able to contribute in 
enhancing both national economy and national 
competitiveness (STEPI, 2021; Pradana et al., 
2022), making them an exemplary in the context 
of organizational change at the global level. Em-
pirical evidence also suggested that PRIs have 
significantly triggered national economic growth 
through the provision of technologies and other 
forms of innovation (Triyono et al., 2020). 

Establishing PRI is vital for driving innova-
tion (Athreye & Wunsch-Vincent, 2021; Lim 
et al., 2022), supporting economic productivity 
and growth (Athreye & Wunsch-Vincent, 2021), 
addressing societal challenges (Aridi & Cowey, 
2018; Lim et al., 2022), and developing a skilled 
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workforce (Athreye &Wunsch-Vincent, 2021). 
In Germany, a PRI named Fraunhofer has con-
tributed to an increase in economic productivity 
by 0.55% (Falck, 2019; Intarakumnerd & Goto, 
2018). In South Korea, the collaboration between 
PRIs and industries has not affected to the spin-
off of PRIs itself, but has positively influenced 
the creation of technology licenses (Son et al., 
2019). In France, a study by Giannopoulou et al. 
(2019) found differences in the collaboration with 
universities and PRIs to foster innovation. Indus-
tries that collaborate with PRIs are more likely 
to develop service innovations and invest less in 
R&D, but are able to introduce more innovations 
to the market. Therefore, the study suggested that 
companies or industries should adopt a thorough 
cooperation policy with either universities or 
PRIs with different respective contributions. In 
this regard, PRIs also assume a supporting role 
to provide benefits for both public policy and 
community welfare. In developed countries and 
emerging economies, PRIs play a vital role in the 
political and policy arenas of local and national 
level policymaking (Bach et al., 2012).

In Indonesia, the momentum of major 
changes in government-owned R&D institutions 
occurred in 2021. This was marked through the 
merger of all PRIs, both those that stand inde-
pendently under the president and R&D units 
under technical ministries, into single entity 
named the National Research and Innovation 
Agency (BRIN). This was in accordance with 
the ratification of the Regulation of the President 
of the Republic of Indonesia Number 78 of 2021 
concerning BRIN. 

The institutional change of R&D in Indone-
sia through the merger of all PRIs into BRIN is 
the government’s effort to encourage integrated 
research across disciplines to contribute more in 
realizing national competitiveness (STEPI, 2021), 
especially considering that research budgets were 
previously spread across many PRIs and were 
managed inefficiently (Azali & Fionna, 2015; 
Pradana et al., 2021). Research activities often 
overlapped among several PRIs and there was no 
collaboration of resources in conducting research 
(Dominata et al., 2019; Pradana et al., 2022; 
Triyono et al., 2020). In addition, there was no 
strong connectivity between research conducted 

by PRIs and the real needs of industries and users 
(Purwadi et al., 2020; Triyono et al., 2020). 

Consequently, many research results in PRIs 
still have no significant impact; they have only 
ended as scientific reports and references that are 
considered not yet applicable, either to industries 
for supporting competitiveness, to governments 
for evidence-based policymaking, or to wider 
communities for promoting social welfare. Thus, 
based on this standpoint, strengthening R&D per-
formance for PRIs is a must, and its implementa-
tion is only manageable if all research resources 
are included in the same integrated management 
structure. In this case, BRIN needs to act as an 
incubator for all research resources within its 
structure to continue increasing its performance 
(Pradana et al., 2022; STEPI, 2021). Hopefully, 
through the strengthening of R&D performance, 
the resulting impact can begin to be felt by vari-
ous users of innovation so as to promote their 
interest to invest in R&D (STEPI, 2021).

The merger of PRIs into BRIN is in line with 
the spirit of boosting the organization’s R&D 
performance. However, such efforts must be 
supported by BRIN’s capacity for change. Using 
several dimensions, this study aims to investigate 
the BRIN’s capacity for change to achieve this 
goals. The change caused many responses from 
employers and researchers, thereby necessitating 
the knowledge of BRIN’s capacity in running the 
changes from several points of view, including 
from the employees and leaders. Subsequently, 
the dimensions used to measure the capacity were 
adopted from the theory by Judge and Douglas 
(2009) regarding organizational capacity for 
change, while the goals of an organization to 
achieve high performance were adopted from the 
theory by De Waal and Heijtel (2016).

II.	 ANALYTICAL FRAMEWORK
Several studies have proven the significance 
of the relationship between the Organization 
Capacity for Change (OCC) and Organizational 
Performance (OP). A study by Judge et al. (2009) 
on 86 Russian companies found a positive 
relationship between OCC and OP, which was 
strengthened during a high level of uncertainty 
in the organizational task environment. The 
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study also stated that OCC is the main variable 
in organizations with various sizes. This opinion 
was supported by Ramezan et al. (2013), using 
130 industrial employees in Iran as respondents, 
which proved a significant, positive, and strong 
relationship between OCC proposed by Judge et 
al. (2009) and OP put forward by Lee (2008). 

Meanwhile, a study by Adna and Sukoco 
(2020), which focused on 313 mid-managers at 
the Ministry of Finance, Indonesia, measured 
the role of OCC as a mediating variable in the 
relationship between Managerial Cognitive 
Capabilities and OP, as adopted from Lei et al. 
(2019). The study proved that the Trusted Follow-
ers dimension mediates the relationship among 
Transformational Leadership, Innovative Culture, 
and Capable Champions. Furthermore, Pudjiarti 
(2018) found that OCC and Innovative Culture 
strengthened the effect of Organizational Learn-
ing on OP in six private universities in Indonesia. 
Likewise, Delaney and Huselid (1996), using 727 
companies in the United States as respondents, 
also found a positive and significant correlation 
between organizational change driven by Human 
Resource Management and OP.

Referring to these previous studies, it can be 
ascertained that issues related to the correlation 
between an organization’s capacity for change 
and its performance have been already commonly 
studied. However, there have been no previous 
studies that specifically link this correlation in 
the context of PRIs. Instead, their research scopes 
are still limited to the university environment, as 
in a study by Pudjiarti (2018). The changes in 
public organizations was discussed by Van der 
Voet (2014), but those of R&D institutions were 
not specifically investigated. Moreover, empirical 
studies on the PRIs and their performance mostly 
focused on evaluating their commercialization, 
research collaboration, technology transfer, and 
innovation (Băzăvan, 2019; Cheah & Ho, 2020; 
Chung, 2001; Gershman et al., 2018) and did not 
specifically examine the organizational change. 
Therefore, understanding the correlation between 
an organization’s capacity for change and its 
performance in the context of PRIs is a novelty 
offered in this study.

In addition, the selection of BRIN as a re-
search locus was also viewed as a unique focus 
to expand the knowledge horizon in this research 
niche, especially considering that the practice of 
organizational change by BRIN, namely uniting 
all PRIs in Indonesia into a single institution, is 
considered the one of its kind worldwide. The 
common practice across many countries is to 
allow each PRI to remain independent, while its 
policy, program, and activities are coordinated by 
a ministry or government institution authorized 
by country’s constitution. However, uniting all 
PRIs into BRIN is the Indonesian government’s 
effort to fix coordination and collaboration prob-
lems and further encourage improvements in the 
research and innovation ecosystem. Therefore, 
in line with the aim of this change to improve 
national R&D performance, this study also 
focuses to understand the correlation between 
BRIN’s capacity for change and its performance 
by examining various dimensions of BRIN’s 
organizational capacity for change to achieve 
high R&D performance.

Heslin and Marr (2008), Judge and Douglas 
(2009), and Jones-Robert (2008) argued that the 
capacity needed by an organization to change is 
called OCC. This terms is defined as a broad and 
dynamic capability that allows organizations to 
adapt their existing competencies to new threats 
and opportunities while creating new abilities 
(Judge & Elenkov, 2005). Referring to Judge 
and Douglas (2009), this study examines eight 
dimensions of OCC: Trustworthy Leadership 
(TL), Innovative Culture (IC), Effective Com-
munication (EC), Involved Mid-Management 
(IM), Trusted Followers (TF), Accountable Cul-
ture (AC), System Thinking (ST), and Capable 
Champions (CC).

Hypothetically, an organization that can 
enhance its capacity for change will achieve high 
performance (Arundel et al., 2015; Judge et al., 
2009; Ramezan et al., 2013). Hence, De Waal 
(2012) defined High Performance Organization 
(HPO) as an accountable organization; adaptive, 
agile, and flexible company; a high performance 
organization or system; a reliable organization; a 
smart company; alongside a resilient, responsive, 
strong, and sustainable organization. Referring to 
De Waal and Heijtel (2016), this study examines 
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five dimensions of HPO: Management Quality 
(MQ), Openness and Action Orientation (OA), 
Continuous Improvement (CI), Long-Term 
Orientation (LO), and Workforce Quality (WQ). 
The correlation model between OCC and 
HPO is shown in Fig. 1.

Sources: Elaborated from Judge and Douglas (2009) and De 
Waal and Heijtel (2016), processed by authors
Figure 1. Conceptual model proposed in this study

III. METHODOLOGY
This study employed the Structural Equation 
Modeling (SEM) method based on variance 
named Partial Least Squares (PLS). Thus, this 
method is also known as Partial Least Squares 
Structural Equation Modeling (PLS-SEM), which 
functions to evaluate the research variables (Gho-
zali & Latan, 2012).

The questionnaires regarding OCC and HPO 
were distributed to 75 researchers and high of-
ficials from 17 research centers and bureau at 
BRIN throughout 2022–2023. The research 
centers sampled based on the representing area 
where they are located, namely Jakarta, Bandung, 
Subang, Serpong, Bogor, Cibinong, and Yogya-
karta. The dimensions of OCC were TL, IC, EC, 
IM, TF, AC, ST, and CC, referring to Judge and 
Douglas (2009). Meanwhile, the dimensions of 
HPO were MQ, OA, LO, CI, and WQ, reffering 
to De Waal and Heijtel (2016). Each dimension 
consisted of several indicators with a total of 63 
indicators, which were used as questionnaire 
items in the data collection process. 

Several stages of data processing were 
carried out in this study. First, a reliability test 

were performed to assess the consistency and 
stability of the measuring instrument (Koo & Li, 
2016). This test functioned to evaluate whether 
the results were reproducible under consistent 
conditions, indicating the dependability of the 
data. This was decided by comparing the r-count 
to the r-table or probability value (p-value). The 
indicator was declared valid at scores where the 
correlation coefficient (r-count) > r-table or p-
value < 0.05.

Next, the model was evaluated using the 
PLS-SEM method. Referring to Hair et al. (2017), 
Henseler et al. (2009), Sarstedt et al. (2014), and 
Wold (1982), this method involved assessing both 
the measurement model and the structural model 
to ensure reliability, validity, and overall quality 
of the model. 

The measurement model evaluation focused 
on construct reliability and validity (Hair et al., 
2017). Reliability was assessed using composite 
reliability and cronbach’s alpha, ensuring con-
sistency among indicators. Validity, in the form 
of convergent validity and discriminant validity, 
were measured using the Average Variance Ex-
tracted (AVE) > 0.5 and discriminant validity test, 
ensuring that the constructs being measured were 
distinct from one another. In addition, validity 
is also often assessed using the Fornell-Larcker 
criterion or the Heterotrait-Monotrait ratio. 

Next, the structural model evaluation was 
used to examine the significance and strength 
of path coefficients through bootstrapping test, 
which provided confidence intervals and p-values 
(Hair et al., 2017). Additionally, the coefficient 
of determination (R²) was inspected to determine 
the explanatory power of the model, with higher 
values indicating better model fit. Predictive 
relevance (Q²) was also assessed using the 
blindfolding procedure, with values > 0 indicat-
ing predictive capability. The findings were used 
as analysis materials in this study.

IV. RESULTS AND DISCUSSION
A.	 Instrument Validity
A reliability test was conducted on all indicator 
items in the questionnaire to determine their 
validity, reffering to Koo and Li (2016). The 
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indicator was declared valid at scores where 
the correlation coefficient (r-count) > r-table or 
p-value < 0.05. As seen in Table 1 below, the 
results reveal that r-table for N = 30 (df = N–2 = 
28) was 0.36, meaning all indicators were valid. 

Va. Di. Indicator r-count
Result

(valid if
> 0.36)

OCC TL Leaders maintains 
the organization’s 
core values 

0.93 Valid

Leaders provides 
information on the 
future vision

0.89 Valid

Leaders shows the 
courage to support 
the changes

0.68 Valid

Leaders shows 
humility while 
pursuing the future 
vision

0.79 Valid

IC Organizational 
culture supports 
innovation and 
change

0.87 Valid

Organizational 
culture in recruiting 
and retaining 
creative people

0.88 Valid

Organizational 
culture provides 
resources for 
experimenting with 
new ideas

0.90 Valid

Organizational 
culture al-
lows employees to 
take risks without 
blaming them in the 
case of failure

0.80 Valid

EC Information flows 
effectively from the 
leadership to the 
employees

0.80 Valid

Information flows 
effectively and on 
time

0.90 Valid

Information flows 
effectively through-
out all levels

0.84 Valid

Information flows 
effectively from 
stakeholders to the 
organization

0.89 Valid

Table 1. Reliability test

Va. Di. Indicator r-count
Result

(valid if
> 0.36)

IM Direct supervisor 
effectively links the 
leadership with the 
employees

0.76 Valid

Immediate 
supervisor shows 
commitment to the 
health/well-being of 
the organization

0.77 Valid

Immediate supervi-
sor maintains a 
balance between 
tasks and change 
initiatives when 
work is done

0.80 Valid

Immediate supervi-
sor adequately 
voices your differ-
ences of opinion

0.84 Valid

TF Employees are open 
to changes in plans

0.75 Valid

Employees can voice 
their concerns, 
objections, or 
considerations 
regarding the plan

0.84 Valid

Employees know 
how these changes 
will advance the 
institution

0.78 Valid

Employees in your 
institution view 
the leadership as 
trustworthy people

0.89 Valid

AC Employees receive 
the consequences 
for their actions

0.59 Valid

Employees adhere 
to deadlines and 
respect the commit-
ments

0.75 Valid

Employees accept 
responsibility for 
completing work

0.92 Valid

Employees have 
a clear role in 
performing their 
functions

0.87 Valid

ST Pioneers know the 
interrelated implica-
tions of change

0.93 Valid

Pioneers know 
the importance of 
institutionalizing 
change

0.92 Valid
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Va. Di. Indicator r-count
Result

(valid if
> 0.36)

Pioneers recognize 
the need to readjust 
incentives to desired 
changes

0.91 Valid

Pioneers know the 
need to address 
the causes rather 
than focus on the 
upheavals that arise

0.91 Valid

CC Pioneers 
inspire respect from 
employees

0.81 Valid

Pioneers have 
interpersonal skills

0.87 Valid

Pioneers are able to 
change the status 
quo

0.82 Valid

Pioneers have the 
will and creativity to 
promote organiza-
tional change

0.87 Valid

HPO MQ Organizational 
management is 
trusted by members

0.88 Valid

Organizational 
management has 
integrity

0.87 Valid

Organizational 
management is 
a role model for 
members

0.91 Valid

Organizational 
management applies 
fast decision-making

0.81 Valid

Organizational 
management imple-
ments quick action

0.77 Valid

Organizational 
management guides 
members to achieve 
better results

0.88 Valid

Organizational 
management is very 
effective

0.83 Valid

Organizational man-
agement focuses on 
achieving results

0.86 Valid

Organizational 
management applies 
strong leadership

0.87 Valid

Organizational 
management are 
confident

0.77 Valid

Va. Di. Indicator r-count
Result

(valid if
> 0.36)

Organizational man-
agement sanctions 
those that perform 
unsatisfactorily

0.73 Valid

Organizational 
management always 
holds members 
accountable for 
their results

0.74 Valid

OA Organizational 
management often 
has dialogues with 
employees

0.86 Valid

Organization mem-
bers spend a lot of 
time on communica-
tion, knowledge 
exchange, and 
learning

0.72 Valid

Organizational mem-
bers are involved in 
important processes

0.86 Valid

Organizational 
management toler-
ates mistakes

0.53 Valid

Organizational man-
agement welcomes 
change

0.78 Valid

The organization is 
driven by perfor-
mance

0.65 Valid

CI The organization 
has adopted a 
strategy that clearly 
distinguishes it from 
other organizations

0.83 Valid

Organizational pro-
cesses are continue 
to be improved

0.90 Valid

Organizational pro-
cesses are continue 
to be streamlined

0.76 Valid

Organizational 
processes are con-
tinuously aligned

0.86 Valid

The organization  
continuously 
innovates its core 
competencies 

0.85 Valid

Financial and non-
financial information 
is reported to 
members of the 
organization

0.43 Valid
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Va. Di. Indicator r-count
Result

(valid if
> 0.36)

Matters that are 
important to 
organizational 
performance are 
reported explicitly

0.73 Valid

The organization 
continuously inno-
vates its processes 
and services

0.83 Valid

LO The organization 
maintains good 
and long-term 
relationships with all 
stakeholders

0.93 Valid

The organization 
aims to serve 
stakeholders 
maximally

0.81 Valid

The organization 
grows through 
partnerships with 
stakeholders

0.82 Valid

Organizational 
management have 
worked in the 
organization for a 
long time

0.81 Valid

New management 
are promoted from 
within the organiza-
tion

0.84 Valid

The organization is 
a safe workplace for 
the members

0.80 Valid

WQ Organizational man-
agement inspires 
members to achieve 
extraordinary results

0.95 Valid

Organizational mem-
bers are trained 
to be resilient and 
flexible

0.90 Valid

The organization 
have diverse and 
complementary 
employees

0.91 Valid

Sources: Data processing by authors

B.	 Measurement Model Evaluation
Following the confirmation that all indicators 
were valid, they were then assessed in the next 
step, namely measurement model evaluation. 

Measurement model evaluation is a crucial 
process in Structural Equation Modeling (SEM) 
method, as it assesses the validity and reliability 
of the constructs being measured (Hair et al., 
2010). Referring to Henseler et al. (2009), this 
evaluation involves examining the relationships 
between the variables observed and their underly-
ing latent variables.

Key aspects assessed in this evaluation are 
construct validity (to ensure the measurement 
accurately reflects the theoretical concept), 
convergent validity (to check if the indicators of 
a construct highly interrelate), and discriminant 
validity (to ensure the constructs are distinct 
from one another) (Kline, 2015). Reliability is 
also scrutinized through measures, such as com-
posite reliability and cronbach’s alpha, to confirm 
internal consistency. 

A measurement model must meet several 
conditions, including convergent validity, model 
reliability, and discriminant validity. The conver-
gent validity is obtained from the loading factor 
value > 0.5 and the AVE value of each latent 
variable > 0.5. The resulting values of AVE, 
composite reliability, and cronbach’s alpha are 
shown in Table 2.

Table 2. Values of average variance extracted (AVE), 
composite reliability, and cronbach’s alpha

Va. Di. AVE Composite 
Reliability

Cron-
bach’s 
Alpha

OCC TL 0.667 0.888 0.831
IC 0.678 0.893 0.841
EC 0.697 0.902 0.854
IM 0.710 0.907 0.861
TF 0.659 0.884 0.824
AC 0.701 0.903 0.854
ST 0.770 0.931 0.900
CC 0.709 0.907 0.864

HPO MQ 0.555 0.937 0.926
OA 0.562 0.883 0.838
CI 0.636 0.933 0.916
LO 0.646 0.916 0.891
WQ 0.806 0.926 0.880

Sources: Data processing by authors
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In addition, to ensure convergent validity, 
it is also necessary to calculate the loading fac-
tor value, namely the coefficient that indicates 
the relationship strength between the variables 
observed and their underlying latent constructs 
in factor analysis (Hair et al., 2017). Specifically, 
it represents how well every variable observed 
“loads” onto a particular factor, reflecting the 
variable’s contribution to the factor. 

High loading factor value, typically > 0.7, 
suggest a strong association, implying that the 
variable observed is a good indicator of the latent 
construct. Conversely, low loading factor value, 
typically < 0.7, indicate weak association, sug-
gesting that the variable observed may not be a 
reliable measure of the latent construct. Evalu-
ating these values is essential for assessing the 
validity and reliability of the measurement model, 
as they help in determining whether the model 
accurately captures the underlying theoretical 
constructs. The resulting values of loading factor 
are shown in Table 3 below.

Table 3. Loading factor value
Variable Dimension Loading Factor

OCC TL 0.822
IC 0.828
EC 0.727
IM 0.788
TF 0.823
AC 0.797
ST 0.856
CC 0.772

HPO MQ 0.906
OA 0.864
CI 0.864
LO 0.760
WQ 0.796

Sources: Data processing by authors

The evaluation was followed by the model 
reliability test to prove the accuracy and con-
sistency of the instrument in measuring the 
construct. This was performed by measuring the 
composite reliability and cronbach’s alpha of the 
latent variables, where those scoring > 0.7 were 
accepted. All the latent variables exhibited good, 
accurate, and consistent reliability, as shown in 
Table 3.

Next, the discriminant validity test was 
conducted using the principle that different latent 

variables should not have high correlations (Gho-
zali, 2008). Discriminant validity in measurement 
model evaluation refers to the extent to which a 
construct is truly distinct from other constructs 
within the model, ensuring that the measurements 
of different constructs do not overlap (Hair et 
al., 2017). This test is a key aspect of construct 
validity and is essential for confirming that a 
given measure accurately reflects the intended 
variable and not others. 

If the AVE value for each construct is greater 
than the squared correlation with any other 
construct, discriminant validity is demonstrated. 
Establishing discriminant validity is critical for 
the robustness of a measurement model, as it as-
sures that each construct is unique and captures 
the specific phenomenon being measured, thereby 
enhancing the overall validity of the model.

Table 4. Discriminant validity test

Sources: Data processing by authors

Table 4 shows that the AVE value for each 
construct is greater than the squared correlation 
with any other construct. This indicates that the 
model met the discriminant validity requirements.

C.	 Structural Model Evaluation
Referring to Hair et al. (2017), structural model 
evaluation in PLS-SEM involves assessing the 
strength and significance of relationships (path 
coefficients) among latent variables. This is 
typically conducted through bootstrapping 
test to derive standard errors and confidence 
intervals for path coefficients, also to determine 
their significance. Additionally, the coefficient of 
determination (R²) is used to evaluate how well 
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the model explains the variance in endogenous 
constructs, while predictive relevance (Q²) is used 
to evaluate how well the model predicts the vari-
ance in exogenous constructs.

Table 5. Bootstrapping Test

Correlation of 
Variable

Path Coef-
ficient t-Statistic R2

OCC è HPO 0.875 31.24* 0.766

Sources: Data processing by authors

*significant at 5% level, t-statistic > t-table (1.96)

The results of bootstrapping test in Table 5 
show that OCC had a significant effect on HPO at 
the 5% level, based on the value of t-statistics > 
t-table (1.96). This influence produced a path co-
efficient value of 0.875, meaning that an increase 
in OCC resulted in a rise in HPO. In addition, 
the HPO structural model produced an R-square 
value of 76.6%, denoting the extent of the di-
versity of HPO that were able to be explained 
by the model, while the remaining 23.4% were 
explained by external factors. The final result of 
the correlation is shown in Fig. 2.

Sources: Data processing by authors
Figure 2. Correlation result

As seen in Fig. 2, the most dominant dimen-
sion in measuring BRIN’s capacity for change, 
namely the dimension of OCC with the highest 
loading factor value (0.856), is System Thinking 
(ST). Meanwhile, the most dominant dimension 
in measuring BRIN’s R&D performance, namely 
the dimension of HPO with the highest loading 
value (0.906), is Management Quality (MQ). 

D. Analysis and Discussion
By analyzing the findings, it can be concluded 
that strengthening BRIN’s capacity for change 
has an effect on increasing its R&D performance. 
System Thinking (ST) was revealed as the most 
dominant dimension in measuring BRIN’s ca-
pacity for change, indicating that the successful 
change requires addressing not just the isolated 
problems or components, but also the existing 
relationships and dynamics within the organiza-
tion as a whole.

System thinking involves viewing the 
organization as a complex and interconnected 
system where various components and their 
interactions collectively influence the ability of 
all organization’s member to adapt and transform 
themselves (Senge, 1990). Moreover, referring 
to Van de Voet et al. (2015), system thinking 
approach recognizes that changes in one part 
of the organization can generate ripple effects 
throughout the entire system. By understand-
ing these interdependencies, leaders can better 
anticipate the outcomes of change initiatives so 
that they can design the appropriate strategies that 
align with the organization’s overall objectives 
and culture.

In the context of BRIN’s capacity for change, 
system thinking emphasizes the importance 
of aligning structures, processes, people, and 
policies to foster adaptability and resilience. 
It involves identifying leverage points where 
changes can lead to significant improvements and 
addressing potential resistance by understanding 
the underlying systemic causes. This approach 
has helped BRIN in creating a shared vision, 
promoting continuous learning, and enhancing 
communication across its entire organizational 
levels, thereby enabling the formation of a more 
agile and responsive entity.

This is also in line with the changes that have 
occurred, where BRIN was formed through the 
merger of all PRIs in Indonesia. Obviously, each 
PRI carries different values, backgrounds, and 
cultures. For this reason, establishing and uniting 
the common vision is an absolute necessity to 
minimize the gap of differences and accelerate 
the achievement of collective goals. This must 
be conducted by BRIN by prioritizing a system 
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thinking approach in organizing and managing 
these changes.

Meanwhile, in supporting BRIN’s capacity 
for changes to achieve its goals, Management 
Quality (MQ) was revealed as the most dominant 
dimension in improving R&D performance. High 
performance organizations are characterized by 
optimal decision-making, strategic vision, and the 
ability to foster a positive organizational culture 
(Bloom et al., 2013). The management quality 
determines how these processes are possible to be 
carried out effectively. This quality is especially 
important during the periods of BRIN’s transi-
tion, as competent managers can more effectively 
navigate the complexities of restructuring, in-
novation, and challenges that are brought by the 
uncertainty of the future.

Additionally, high quality management 
facilitates smoother transitions during organiza-
tional changes by aligning resources, motivating 
staffs, and maintaining clear communication. 
Previous studies, such as one by Bloom et al. 
(2012), illustrated that organizations with high 
management quality score significantly better in 
performance metrics across various industries, 
highlighting the pivotal role of management in 
driving both change and sustained performance 
improvements.

V. CONCLUSIONS
The findings of this study has revealed that OCC 
significantly affected HPO at the level of 5%, 
based on the value of t-statistics > t-table (1.96). 
Specifically, the influence of OCC was 0.875, 
denoting a concurrent increase with HPO. The 
structural model of HPO produced an R-square 
value of 76.6%, signifying the extent of the 
diversity of HPO that were able to be explained 
by the model used in this study, while the remain-
ing 23.4% were explained by factors outside the 
model. Thus, further studies should be able to 
determine these external factors.

The overall findings show that BRIN’s ca-
pacity for change has a positive and significant 
correlation on R&D performance. The most 
dominant dimensions are System Thinking (ST) 
in strengthening the organization’s capacity for 

change and Management Quality (MQ) in achiev-
ing high R&D performance.

Nonetheless, as in the general characteris-
tics of the positivistic paradigm, this study has 
limitations, namely only proving the theory and 
predicting the relationship between the organiza-
tion’s capacity for change and its performance by 
conducting a case study on the integration of all 
PRIs into BRIN. Thus, to broaden the knowledge 
horizon of this research niche, further studies 
need to elaborate the problems and concrete solu-
tions that can be offered to BRIN management 
so that this institution is able to further increase 
its capacity during the period of organizational 
change or transition and achieve the expected 
R&D performance.
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